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I. INTRODUCTION

Conditions Which Prompted TIhis Study

S Faced with tremendous responsibilities, increasingly complex

procedures, ever-rising costs, budget limitations, and demand for

the hiahest standards in every phase of his organization, the

health care administrator must rely heavily on the willingness of

the neople who work for him. While relationships with

professional staff, (physicians, registered nurses, etc.,) have

some concerns uniaue to their nature, professional dedication

will normally motivate these elite individuals. Of more

immediate concern is the motivation of nonprofessional key

employees, whose jobs, though often limited in prestige, are

nonetheless a vital factor in the successful and economic

function of the facility. -...

Research corroborates the beliefs of many behavioral

scientists that money, beyond a reasonable wage, is not the most

important factor in motivatinq employees. The health care

administrator is faced with tremendously high health care costs,

of which the oreatest expense is salaries. The current demand is

to seek methods to contain cost, making it unlikely that salary

increases will continue to he available as a predoiinant

--
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motivatinq factor. Tn the case of Naval Medical Facilities, the

health care administrator has no authority over wages because

civilian salaries both Civil Service and Wage Grade, are set by

law; therefore, whether the beliefs of the many behavior

cientists are true in entirety or not, the naval health care

administrator must concentrate on other motivational approaches.

A review of current literature reveals that this particular

group of health care employees have not been studied directly.

One may find articles concerninq the motivation of professionals

and of the work force, but not of the key employees in the health

care arena. This aroup of people have been studied in other

industries on a limited basis and material is available in

current literature.

Even durina this time of economic hardship this group of

employees are capable of obtaininq higher salaries from civilian

health care facilities. In an informal survey in this area it is

evident that these key employees can earn from twenty to

seventy-five percent more in the civilian sector than in a

military health care facility. This fact enforces the

requirement for the health care administrator to understand the

motivation factors which influence these key civilian employees.

If the cormand has a key employee who leaves for any reason, it
? '

S.
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is extremely difficult to fill the vacant position with a

cualified person due to the wage difference already discussed.

This writer is aware of the feelinos within the civilian

employee community of the federal government that certain

positions need uppradino. In certain instances where this need

is apparent, the position should be upgraded; however, it iF not

considered annronriate to upgrade a position oescription strictly

as a means of motivation of the employee currently fillinq the

nosition. If it becomes a practice to write the position

description to satisfy the person, the command will soon find

itself with unrealistic oosition descriptions and an over-rated

work force. This fact will increase the cost of federal health

carp ann is not considered a feasible act at this time.

Also, there are employees who are not satisfied with local

policies and application procedures concerninq lateral and

horizontal transfers or promotions. Tnese cuncerns imay be

addressed by the naval health care administrator. In addressing

these concerns he must be extremely careful to insure that the

ennloyees are truly qualified to fill the new position. He must

also consider that complete promotion from within lends itself at

a lack of new ideas in the supervisory positions. Lateral and

horizontal transfers or promotions are methods which may meet the

-
-',,
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needs of the facility and motivate the civilian employees.

However, when a oerson reaches the level of key civilian employee

as defined in this paper, it is extremely difficult to use these

practices as motivation factors.

It is critical that today's health care act.inistrators

understand the motivational factors for all the health care

facilities' staff. It is not enough to know these factors for

the professionals, the work force, and the technician, he must

understand what methods work best for the key people. These are

the people that are difficult to replace and they are essential

A. to the total operation of the facility.

This writer believed it to be most important to research this

area. In discussion with several Directors of Administrative

Services and staff members of the Naval Medical Command it was

aoparent that the lack of information was noted and that

information directcd directly at key civilian employees was
N

needed.

The Question

The specific question addressed by this study is "Are Naval

Health Care Administrators effectively utilizing current

0
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noneconomical conceots in their efforts to motivate

nonprofessional key civilian employees to perform at their

optimal ability?" This study addresses motivational concepts and

4 practices as perceived by the supervisor and the ejloyee.

General information is developed that should have applicahility

to all Naval Health Care Administrators in their effort to

operate a state of the art health care facility and to motivate

and retain their key civilian employees.

The Objectives of This Study

1. To present individual motivational, group motivational,

and general motivational methods.

2. To determine what factors the naval health care

administrator considers most important in the motivation of key

civilian employees.

3. To cetermine what factors the key civilian employees

considers most important in motivating themselves.

4. To perform a statistical correlation of the two qroups of

nuestionnaires.

5. To systematically evaluate the data developed in terris of:
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a. Arrivinq at the apparent effectiveness of the

antlication of motivational practices.

h. Evolvina general information for use by all naval

health care administrators to improve their skills as effective

motivators.

r- . To oresent this information to the Navy Medical Corvi and

and to all Naval Medical Facilities as appropriate for

apnlication as required.

The Criteria of This Study

Key employees were identified as supervisors, section

leaders, secretaries, or technicians who have a minimum of four

years service at the medical facilty, are listed as career status

and have a statement as to their high level of motivation entered

,. on their current performance appraisal. The administrators must

he Chiefs of an Administrative Service or the Director of

Administrative Services. Each question used in the questionnaire

was capable of heinq classified in the Maslow's Hierarchy of

Needs and Herzberg's Hygience-Motivator Theory of Satisfiers and

Dissatisfiers. The response was weighed by the participants.

The statistical correlation of the results of the study

V
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of the motivation factors used by administrators and the study of

the imoortant motivational factors as stated by the key employees

had to produce a correlation of ninety percent or greater in

order to determine that the administrators are effectively

utilizino motivational methods. A return rate of seventy-five

nercent of the questionnaires was required to consider the return

rate adequate for the studies' results to be applied to naval

medical facilities in qeneral.

The Assumptions

The fact that nonprofessional employees can be motivated by

means other than money was the basic assumption of this project.

The other major assumptions were that these motivational methods

could be identified and the results measured. As there is little

in the literature directly relatinq motivation to this type of

- hospital employee, it was assumed that motivational factors and

theories which apply to other hospital employees and other

industries are applicable at this level employee in the health

care settinq.

,
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The Limitations

Personnel participating in this project were limited to naval

"S health care administrators and key civilian employees functioning

at naval medical facilities within the continental United

States. Motivational theories studied were those endorsed by

nationally recoqnized behavioral scientists. Only those ranoily

selected medical facilities where the Commanding Officer granted

permission for the study to be conducted were utilized. All

periodicals had to be published after December 1978 in order to

he considered current and used in this study.

The Research Methodology

A literature review was conducted by means of reviewinq

appropriate index and researching all appropriate

bihlioaraphics. This review was the basis for ascertaining the

current motivation theory and current application of the

mpthodolooies. The review included articles appearing in

journals and other periodicals as well as books relating to the

subject areas.

Four Naval Regional Medical Centers were selected by randcm

.1
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drawinq from among Naval Regional Medical Centers and Naval

Hospitals located in the Continental United States. This sanple

size rendered a confidency interval of at least sixty-five

percent. The Directors of Administrative Services were contacted

via telephone. They were reouested to obtain permission from the

Commandinq Officer for this study to take place in their facility.

Two auestionnaires were developed in order to ascertain the

motivational philosophies and practices used by the

administration, (Appendix A), and the motivational viewpoints of

the nonprofessional key civilian employees, (Appendix E). The

questionnaires were designed to allow the responses to be applied

to the framework of Maslow's Hierarchy of Needs and Herzberg's

Hyqience-Motivation Theory of Satisfiers and Dissatisfiers. (See

Appendix C). The questionnaires with self-addressed envelopes

were forwarded to the four participating facilities along with an

instruction/information sheet, (Appendix D), and an appropriate

cover letter, (Appendix E). A framework was developed in order

to present the percentage of Satisfiers and Dissatisfiers as

classified by Herzberg. (See Appendix F). Likewise, a framework

was developed in order to present the percentage of motivators as

classified by Maslow. (See Appendix G).

The data received from the questionnaires was tabulated

0J
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and the results were used as input data in a Linear Reqression

procedure. The administrator's response was used as the

independent variable and the employee's response as the dependent

variable.

The data qathered from all responses and statistical

procedures was analyzed and organized in a presentable manner in

order to render the conclusions of this study. The conclusion of

this study is a cumulation of information which can be used by

others as a resource.

I,

--
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II. DISCUSSION

Motivation Defined

B. Berelson and C. A. Steiner defined the term motive as an

inner state that energizes, activates, moves, and directs or

channels behavior coals. The term motivation can be defined as

applying to the entire class of drives, desires, needs, wishes,

and similar forces.1  In other words, motivation is the effort

which causes a person to perform. Motivation also influences

their behavior. As people are different the methods recTuired to

motivate them are deverse. There is no one method that will have

the desired or the same effect on everyone.

Current Individual Motivation Theories

In 1954 psychologist Abraham Maslow oresented a theory based

on the hierarch of needs in his book entitled motivation and

Personality. This work has had an overwhelming influence on

other theorists of the behavioral science movement. Maslow's

Hierarchy of Needs has enjoyed a great visibility in the study of

manaqment and motivation.
2

-0l
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The "ierarchy of Needs are basic human needs and they are

presented in an ascendinq order of importance in this paper:

1. Physioloaical needs: (air; water; food; elimination;

sleep; sexual fulfillment; clothing; and shelter). These are the

most preponderant of all needs. An intense lack in satisfaction

of these needs will dominate the entire being. These neeus must

he satisfied to the necessary degree before other needs can be

used to motivate. Once these needs are fulfilled higher needs

will take their place.

2. Safety or security needs: (security; stability;

dependency; protection; freedom from fear, from anxiety and

chaos; need for structure, law, order, limits; and strength in

the protector). In the case of most healthy and fortunate adults

in our society these safety needs are largely satisfied. In

cases where an obsession with these safety needs exist without a

genuine emergency, the individual is termed neurotic.

3. Affiliation or Acceptance Needs: (love; affection;

acceptance; and belongingness). The social being needs to belong

and be accepted. As they rise to this level they want to attain

, '.a place in the world and have friends and family. Severe

deprivation of this need, especially at an early age, leads to

several disorders.
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4. Esteem or Fpo Needs: (power; prestige; status; and

self-confidence). In a fairly well-adjusted person these needs

emerqe when the preceding needs are fulfilled to the required

dpqree. The majority of our society desire a stable, firmly

based, usually high evaluation of themselves, for self-esteem or

self-resnect, and for the esteem of others. The desires present

at this level can be classified into two sets; (A) desire for

strength, achievement, adequacy, mastery, competence, confidence

in the face of the world, independence, freedom; (B) desire for

reputation or orestiqe, status, fame and glory, doninance,

recoqnition, attention, importance, dignity, aporeciation. When

the satisfaction of these needs are lacking the individual

presents feelings of inferiority, weakness, helplessness, which

aives rise to basic discouragement or else compensatory or

neurotic trends.

5. Self-Actualizing needs: (highest need in

hierarchy). When all other needs are fulfilled to the required

degree there will often develope a new restlessness. This

restlessness is the desire to be doing what one is fitted for and

m,. to achieve one's individual unique potential. To simply state

A this need it can he stated as "What he can be, he must be".

Maslow helieves the hiqher needs to he precisely as
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bioloqical as the need of food; thus no conflict between lower

and bioher nature is created, hut rather a logical proqression

from lower to hiaher needs being freed as lower needs are

fulfilled. To develo4f, to he motivated, to move forward to

hicher levels, man needs not only to survive, but to grow. This

outlook is ontimistic.

There has been much research on the hierarchy of needs. This

research has qiven rise to many questions concerning the accuracy

of the asoect of the needs. The theory is still extremely
im~ortant to manaqers. The modern manager must take a

situational or continaency aoproach to the application of this

theory. They must consider the person and the society in which

they are in.

Frede rick Herzherq oresents the Motivator - Hygiene Theory to

the world of management. After research and a nunter of surveys,

HerzhPro concluded that factors concerned with a aenuine sense of

accomplishment are positive factors and classified them as

motivators or satisfiers.

In further research where workers were asked about

dissatisfiers the results were primarily enviornmental factors.

These factors were classified as "hygiene". These hygiene
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factors apparently play little, if any, part in providing

lona-lastina job satisfactions. Herzberg concluded that hyqiene

is essentially negative. The hygiene factor cannot be totally

discounted as their absence can cause dissatisfaction. It must

he understood that hygiene does not promote satisfaction, nor

motivate in a nositive fashion, nor provide lasting beneficial

effects. The absence of a hygiene factor may cause

dissatisfaction, however, its presence will not motivate.

Job enrichment is recommended by Herzberg. In the process of

A enrichment the manacer must avoid job loadinq ard horizontal

restructuring. Job enrichment must be the re-structuring of the

joh in order to increase the ability of the worker to achieve

ooals meaningfully related to the performance of the job.

Like the Maslow theory, this theory has received a great

amount of visibility.3  It is used as a measuring stick for

other theories and studies. An example of the application of

these methods is the study by M. S. Myers at Texas Instruments.

His research revealed that the people who sought opportunities

did fit the model as they were concerned with satisfiers anci had
I relatively little concern with environmental factors. The people

who were not opportunity seekers were qreatly concerned with the

environmental factors. He also found that if opportunities for

.- ,
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advancement and achievement were not given to the opportunity

seekers they would become concerned with environmental factors as

the non-opportunity seekers are.
4

Victor H. Vroom offers an expectancy approach to the

understanding of motivation. This theory may be expressed as:

Force = valence x expectancy

force is the strenth of a person's motivation, valence is the

strenth of an individual's performance for an outcone, ana

expectancy is the probability that a particular action will cause

5
a desired outcome.

Expectancy theories have common themes. These themes are:

(A) individuals make conscious decision to behave in certain

ways; (B) individual values with regard to choosing desired

outcomes; (C) expectations of individuals concerning the amount

of effort required to achieve a specific outcome; and (D)

expectations of individuals concerning the probability of being

rewarded for achievinq a desired outcome.6  This theory

recognizes the importance of various individual needs and

motivations. It assumes that senses of value vary at different

S;
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times, Dlaces, accordinq to the individuals. This theory is very

difficult to research and to apply in actual practice.

Another theory which is constructed largely from the

exnectancI theory is the Porter and Lawler model. The modeI

indicates that effort is depndant on the value of the rewarc

olus the oreceived energy the individual believes is reouirea , nc

the orobability of actually receiving the reward. This is an

extremely comolicated model, yet, it is nossibly the most

ad(emiate portrayal of the system of motivation.

David C. McClelland identified these types of basic

motivating needs. People who are generally seeking positions of

leadership have a need for power. Those who are ready to console

others and are concerned with social relationships have a need

for affiliation. Individuals with an intense drive and desire

for success and fear failure have a need for achievement.

The Douqlas McGreoor concept of Theory X and Theory Y was set

forth in 1960. This concept still plays an important part in the0
study and oractice of manacement today. The concept will not he

discussed in detail due to their wide spread familiarity.

JSI.9L.I
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Current Group Motivation Theories

Group dynamics have been studied by Kurt Lewis. He deals in

relatively pure theory as Maslow. This theory stresses the idea

that tremendous influence over the individual is exerted hy the

qrouD. Personality characterestics of a nation change little

from deneration to aeneration, yet people taken from one country

to another will adopt the characteristics of the new country.

Therefore, a chanqp in qroup environment can affect changes in

individuals.

The principles for chanqinq c7roup culture include: (A)

chanqe in qroup atmosphere; (B) culture change of a group is

interwoven with the changes of power constellation within the

qroup; and (C) change in leadership is probably the cauickest way

to enact change in the cultural atmosphere of a group.

The leader must he able to communicate with the sub-parts of

the qroup. The qroup must be part of the fact-findin mission

uoon which the new action or attitude is to be based. The group

needs to feel that the new ideas were freely chosen by them.

Edgar H. Schein terms his viewpoint the Complex Man. He

states that man is hiahly variable, that man learns new motives

06,M ma
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through orqanizational experiences, that different areas ot the

job may engage different motives, that the ultimte satisfaction

and the ultimate success of the organization depends only in part

oil the nature of the individual's motivation, ani that

individuals can resoond to different kinds of managerial

strateqies, depending on his own motives and abilities and tre

natur, of the task.

Oer-simplification and over-qeneralization should be avoidnd

in the implication of the Complex Man theory. The organization

does influence the motives and attitudes of the individuals,

therefore, all relationships of the individual to the

orqani7ation must he considered. Effectiveness hinqes upon qood

cormunication, flexibility, creativity, and genuine psychological

cornitment.

Chris Arqyris suaaests that the customary pyrarid

orqanizational structure should he replaced with a ccntinuum, a

whole consistiro of inter-related parts in pursuit of a cofruon

aoal, in which no one part controls or dominates the whole; in

which the oarts and their inter-relationships change to cope

with, and adopt to, new stimuli influencing the internal

oraanization. The structure can have varying mixes and degrees

_I
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to meet the needs of different orqanizations and/or situations,

and would have to be introduced into a traditional organization

bv steps.

With a true continuum there exists a democratic orqanization

in which the individual has the right and the power to assist in

y decisions concernina tho very core of organizational activities.

Every employee has a vote, freedom to express his opinion, and

the right of appeal. Maximum commitment of the individual to

organizational goals which are integrated with personal goals in

such detail that there is no division between the t.vo is the aim

of this theory.

The continuum and pyramid structure can co-exist in the sane

orqanization. Job enlargement is a method to begin re-education

of the employees. Enlargement should give the employee more

responsibility and control over his own work. It should not

simnly increase the amount of tasks.

In the 1960s, W. E. Deming, Jospeh Juran, and Kaoru Ishikawa

developed the concept of Quality Circles. This concept received

little acceptance in the United States, but was adopted with

enthusia.-n in Japan. The concept earned a very respectful

reputation there and in the last five years some companies in

4..... ....
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this country have been using this concept or parts of this

concent.

In order to he successful a Quality Circle prograx must

contain the followinq elements: (A) Total management support;

(R) 4ust he a people building effort; (C) Voluntary effort with

no coercion to helona; (D) Continuous training; (E) Must have

. an outlet for creativity; (F) All team members must

participate; (G) Job related projects; (H) Manaqement must be

positive and stand hack allowinq time for the circle to work;

(I) Union must be Part of the process; and (J) Middle management

must he involved in formation and operation of the Ouality

% (ircles. The followinq individuals must be involved in order for

thp circle to be successful: (A) Circle members; (B) Non-circle

menter s; (C) Circle leaders; (D) Circle coordinator or

facilitator; and, (E) Steering committee who will author the

implementation plan and identify the circle's objectives.7

Ouality Circles produce a quick, upward swing in employee

morale. This conceot is a method which allows workers a qreater

sense of dignity, a broader sense of participation in the

decision makino process, and a chance to further develop their

S8
skills in a work setting.

'S.
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Current General Motivation Theory

The Linkin Pin theory was presented by Rensis Likert. The

theory is based on the belief that an organization functions best

when its personnel functions as members of highly effective work

qroups with high performance goals. With this theory, management

deliberately attempts to build these groups, linking them into an

overall organization by means of individuals who hold overlapping

group membership.

In order to efficiently function each group is linked to the

other group from above and below. Management must be in close

contact with the supervisor, who must be in close contact with

the employees immediately below him, and so on to the lowest

echelon. The supervisor requires the full confidence of both

manaqement and the employees. There must be a smooth

communication flow both downward and upward. The effective group

has several characteristics: (A) unity; (B) mutually accepted

qoals; (C) capable but not domineerin leadership; (D) a sense

of security and freedom for its members; and (E) a respect for
individual ego forces.

Peter F. Drucker stresses that management by objectives is a
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motivator. With management by objectives, the manager' s

performance must be based upon the goals of the business. The

manager must know the goals of the business and what is expected

of him for their achievement. The manager's job must be based on

the measurable task of obtaining the objectives of the company

with as broad a scope of authority as oossible.

Each manager is responsible for the employees under him. lie

either directs or misdirects them. He is responsible for

motivating them. In reality the manager is responsible to each

and every employee who is in his chain of authority, therefore,

it is most important that he understand the people and how to

motivate them.

General Information Pertaining to Study

The cauestionnaire packages were mailed to all participating

commands the last week in December 1982. The study includes all

responses received on or before 12 March 1983. There were two

hundred employee cuestionnaires mailed and one hundred fifty six

returned. This is a seventy eight percent return rate. Of the

one hundred fifty six returned forms, all were usable in the

study with the exception of seven. These seven forms were not

1.20 W
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completed according to the instructions, therefore, rendering

them unusable in the evaluation of the results.

There were forty administrator questionnaires mailed and

thirty seven returned. This is a ninety two and five tenths

percent return rate. Of the thirty seven returned forms all were

usable in the study with the exception of one. The combination

return rate was eiqhty and four tenths percent. A return rate of

seventy five nercent was rpouired in order to consider the input

adequate for the results to be applied to naval medical

facilities in ceneral. A review of the return rates demonstrate

that this requirement has been fulfilled, therefore, the results

of this study are considered to be capable of being applied to

naval medical facilities in general.

Review of Administrators Input

The weiahted response received from the participating

administrators is presented in Appendix H. A review of the input

reveals the following data: (A) The majority of the response

chose factor Number 2 (Respectinq employee as a person), as the

S number one motivator; (B) Factor Number 27, (Recognizing the

emolovee for qood work), was chosen as the number two motivator;

I
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(C) Factor Ntunher 22, (Relating the feelina that errloyee's job

is inrportant to the organization), was chosen as the number three

motivator; (D) Factors Number 10, (Chance to perform auality

work); Number 16, (Employee's feeling of accomplishment), and

Nt-.rber 29, (Ooportunitv for further development and improveinent),

were chosen as the number four motivators; and (E) Factors Number

16, (Employee's feeliNq of accorrolishment, and Numbe r 27,

(Recoqnizinq the employee for good work), were chosen as the

number five motivator.

Appendix I lists the total response for each factor as given

by the administrators. Factor Number 2 received the most

restonse, factor Number 16, 22, and 18 received the secont

largest response, factor Number 29 received the third largest

response, factor Number 10 received the fourth largest response,

and factor Number 7 received the fifth place response. It can be

seen that the factor which received the most number 1 responses

also received the most overall response.

Apoendix J lists the administrators percentage of total

choices as classified by Maslow. These percentages were derive<

by dividing the total responses for each factor by one hundreo

eiqhty which was the total usable responses. It is observed that

most administrators, in fact over half of the responses, were

0
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connected with the Eo factor and slightly over a quarter of the

responses were connected with the Self Actualization factor.

Appendix K lists the administrators percentage of total

choices as classified by Herzberg. These percentages were

derived by dividino the total responses for each factor by one

hundred eiqhty as above. There are eighty three percent of the

resrnses in the Satisfiers area and seventeen percent of the

responses in the Hygiene Factors section. Recognition rcc-eived

forty percent of the responses.

It may be assumed from the responses received in this study

that the naval health care administrator believes that the

emnloype must he resrected as a person, that one can motivate the

key civilian employee best through recognition and appealing to

their Fgo needs. A review of the top five choices enforces the

opinion that these administrators place a tremendous emphasis on

the areas of the eqo factor.

Review of Employees Input

Appendix 1, presents the weiqhted response as received frxn

the key civilian employees who participated in this study. The

followirm data is presented from the input: (A) Factor Number 1,

I
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(Job Security), was chosen as the number one motivator; (3)

Factor Number 3, (Chance for promotion), was chosen as the number

two motivator; (C) Factor Number 16, (A feeling of

accomplishment), was chosen as the number three motivator; (D)

Factor Number 17, (Pride in finished product), .,,as chosen as the

number four motivator; and (E) Factor Number 27, (1'eing

recognized by supervisor for good work), was chosen as the nLU.hPer

five motivator.

Appendix M lists the total response for each factor as given

by the employees. Factor Number 16 received the largest

resoxnse, factor Number 1 received the second largest response,

factors Number 5 and 22 received the third largest response,

factor Number 17 received the fourth largest response, and factor

NLmtber 3 received the fifth largest response. The factor which

received the larqest total response was the same factor which

received the most response for the third most imortant

motivator. The factor which received the most number onc,

response received the second highest total response.

Apoendix J lists the employees percentage of total choices as

classified by Maslow. These percentages were obtained by

dividing the total responses for each factor by seven hundred

forty five which was the total usable responses. Employees who
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were concerned with the ego factor on their responses indicate

forty nine percent were connected to this factor. The percentage

of the responses from the employees follow the same pattern as

di-I the responses froi the administrators.

Appendix K lists the employees percentage of total choices as

classified by Herzherq. These percentages were derived by the

same procedure as used to obtain the percentages for the

administrators with the total response ec~ualing seven hundred

forty five. The recognition factor received the highest

'percentaae with twenty four percent. There are seventy eight

nercent of the response in the Satisfiers area and twenty two

nercent of the response in the Hygiene Factors section.

A review of the employees response shows that the nuxrt-er one

motivator is job security, however, recognition and ego play an

extremely important part in the motivation process. The

importance of job security during this study may be explained by

the present economic situat-ion in the country. Further studies

would be reouired to verify or deny this point. For the purpose

of this study it is not required to understand the reason for the

resx)nses, it is important to compare and evaluate the responses

of the employee and the administrators.

0
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Statistical Correlation

Appendixes N, 0, P, 0, R, and S, are presentations of siixple

linear reqression analysis of the independent vs the dependent

variable. Items presented are correlation coefficients, plots,

and reqression analysis. ANOVA tables are also presented in the

appendices. The results of the regression analysis will ho

discussed as they apply to each level of motivator chosen. Uach

qroun of data will he reviewed usino:

Hypotheses: Ho: No linear Relation/B == 0

Ha: Linear Relation /B = 0

for the Critical F 1, 30, .95 = 4.17, the critical t30, .975 =

2.0423

Appendix N indicates r2 equals .1185. This interprets as:

eleven and nine tenths percent of the variation can be explained

by the linear relationship. The calculated F equals 4.0342 which

requires that the null hypothesis he accepted and there appears

to he no linear relationship. Likewise the calculated t equals

2.0085, therefore, the null hypothesis of Ho: B = 0 is accepted

and there is no linear relationship. The correlation co-
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efficients ecuals .3442.

Appendix 0 nresents the factors chosen as the number two

motivator. The r2  ecuals .1374 and is interpreted as:

thirteen and seven tenths percent of the variation can he

exnolained by the linear relationship. The calculated F equals

4.7767, therefore, the null hypothesis is rejected and there is a

linear relationshio. The calculated t equals 2.1856, therefore,

the null hypothesis B == 0 -,ust be rejected and there is a linear

rplationship. The correlation coefficient eauals .3706.

Appendix P is a presentation of data obtained from the

frctnrs chosen as number three motivator. The r2 eauals .1233

and indicates the same type of interpretation as prese;ft.i

ahove. The calculated F = 4.2192, therefore, the null hypothesis

is rejected. The calculated t equals 2.0541, therefore, the null

h~'oothesi is rejected and it is determined that there is a

linear relationship. The correlation coefficient is .3511.

Annendix 0 is the data from the factors chosen as number four

motivator. The r2 equals .3377 and the indications arc th'e

same as previously presented. The calculated F equals 15.2964,

thorfore, the null hvoothesis is rejected and the calculate t

P<ona]s 3.1111, therefore, the null hypothesis is rejectei and B

# n, rnd there is a linear relationship. The correlation

coefficient is .5PII.
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The data factor from the number five motivator is presentei

in Aoxendix P. The r 2 eauals .3059 with the same indications

as the preceding. The calculated F equals 13.2194 anC the

calculat-d t eouals 3.6358, therefore, P 0 and there is a

linear relationship. The correlation coefficient is .5531.

In Aonen)ix S the data from the total response to oach f actor

is nresented. The r2 ecuals .5291. The calculated F eouals

33.7093 and the calculated t equals 5.8060, therefore, B = 0 anm

there is a linear relationship. The correlation coefficient is

.7274.

Evaluation

In the Process of evaluating all of the cata presented, each

area will he reviewee separatelV. The first area to he analyzed

is the percentage of motivators as classified by Maslow. There

is identical alionment of need as gathered froi the

administrators and the emrployees. The needs are Ego, Self

Actualization, Security, Social, and Psysiolocical. 'They did not

apear in the order that Maslow emphasized. The top two neecs

accounted for -iqhty.three percent of the administrators choices

and seventynine percent of the employees choices. Both Lxjo am

I.
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Self Actualization can be considered together as "higher neeos".

Naval Health Care Administrators are followino the ',-aIow's

Hierarchy of Needs theory to a considerable extent in their

motivational nractices. Pkth administators and employees apx ar

to think in correspondence with Maslow that once a lower necG is

-rt it is considered satisfied and a higher need heco,;-.-; 'he

rntivator. It appears that ohysiological needs are adecuately

r'pet in Naval Meical Facilities.

Scuritv needs are considered third in importance ov botri

administrators and employees. This could he caused hv the
"1 current economic condition in the country. i th h im)

unemloyment and a reouirement to tiqhten up on governmnt

snendinn, a areater concern for security could exist.

The next area to be analyzed is the percentage of satisfiers

%-/ and disnatisfiers as classified by Herzberg. It is apparent that

both administrators and employees agree that satisfiers serve as

motivators. Thp administrators place a greater emphasis on

recoqnition than the employees. The employees are more concernei

,ith or Ttsel-f as a motivator. Both orouns are very closc with

41 concern for Achievement and Responsibility. Job securit':"

rmnonstratpd a hiqih concern amon employees.
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T he distribution of the choices by both administrator andI

employees tend to emphasize Theory Y assumptions. There could be

a connection between this findinq and the type of organization

these people have chosen to work in. The organization of service

to fellow man tends to emphasize that there is s(oTet!inq

worthwhile about people.

Anr)pendix T is a percentaqe evaluation of the administrators

response. It is interesting to note the closeness of the top

three total responses. The data in this appendix tends to ado

validity to the previous two discussions.

The percentage evaluation of the employees response is

presented as Appendix U. The interesting fact in this data is

that "Job Security" was the number one motivator choice by factor

and "A feeling of accomplishment" received the largest percentage

of total resoonse. In general, this data lends validity to the

Tprecedinq analysis.

h1h irterestinq points which surfaced during the review of

the statistical evaluation are: (A) factor chosen proved to have

linear relationshios with the exception of the chosen for Factor
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1. (R) there were no siqnificantly larae r 2 calculation. (C)

the hiqhest correlation coefficient was .7274 or seventy three

r)ercent. This analysis was critical in evaluatinq the

effectiveness of the application of the motivational theories am

factors. Tn the pre-established criteria for this stucy, it

determined that a correlation coefficient of ninety per cent must

he obtained in order to deam that the administrators are

effectively utilizinq motivational methods. Another interestinq

observation was that two emoloyees chose to respond positively to

ouestion number 30. This could show a sign of motivation

masochism amonm these key employees.

4?
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III CONCLUSIONS

The return rate for this study was very high. With the rate

of ninety two and five tenths percent it is concluded tri- this

study and the results may he applied to naval medical facjLitir;

-. noeneral.

Thr arimamnis-trators andl er'ilovees ten&o-i to -,aree ''ithin t1i--

'lslow structure and the Herzherq structure. The administrator-;

-rvrnd to e less concerned with joh security as a rotirtnr

than the key employees. The concern in this area by the key

-V erml.o 'ecs could he in connection with tne econmiic r;tate

throuqhout our nation at this time. Any reason aiven Icr tlhis

hih iniit of concern woule be pure speculation ana Ds thi., i., a

scientific based study, no further possible reasons will to

renderprd.

As already stated, under the criteria established for tini

stidv, the focal question must be answered with the stateaent

thait "Naval I ealth Care Adinistrators are not ettv:

utilizinm current noneconomical concepts in their efforts to

I- motivatr- nonprofessional key civilian employees to perrm at

their ootimal ability." It may be stated that a correlktion (At

sr- ontv three n'-rcont is well above the fifty oercent --ark :n(

%-35-

0-

1/.

0%



-36-

could be considered as very respectful. This is a true

statement, however, for the purpose of this study a ninety

n-rcent correlation was reouired for effectiveness.

The administrators must become aware of the difference wnich

exists between their view of what motivates these eiployees anc

what the emoloyees are lookino for in terms of need fulfillmnL.

A review of the data contained in this study will serv- as a

means of information for the administrators. This is the basic

Durinose of th- study. The study does not render a new method of

imotivation, it qives data which indicates how well the current

imethods are heina amnlied and identifies some str-noths ano

weaknesses. It is recomended that all naval health care

-Irslministrators review this information, and then review their

" annroach to motiviating their key employees. rhey must be aware

_ of the emoloyee's needs and ahove all, they must remember that

the needs identified in this study were the needs at the tir-, the

study wa' performed. As the economic state and the unemplovnent

-situation chanqes, these needs may change. The administrator

must never become complacient with his dealinq with employees.

It is concluded that the naval health care administrator is

not doinm badly at otivatino the key employee, however, he could
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,doinn better and improve the efficiency of his service. At

the time of this study the administrator needs to be aware of the

k~y emnlovee concern for job security and to take the appropriate

action in his use of motivators when dealing with these personnel.



F 00 ' N 0 T E S

al



MXYNOTES

1 farol.cl Koont?, Cyril O'Donnell, and Heinz 11veihrich,
NManacqement 7th Pd., (New York: McGraw-Hill Book Co., 1980), P. 632.

2Robert Puhicki, "A Systems Approach to Mlotivational Program
D.evelonrrent," Pad ioloq ic Technoloq ists 52, (Septenter toh- r 19, 10:
1 c-2.

3 T-hid., r). 152.

4 Harold Koontz, (cyril O'Donnell, and Heinz 1,1ihrich, oi.
63q-E;4 .

5 Ibid., n.640.

6 Fremont '~.Kost and4 James E. Posenzweiq," Organization anx:,
Manaqerrnt 3rd Pd. (New York: M4zGravv-Ii11l Book Co., 1979),

* nT. .145-246.

'Anna T,. Forod6, "Ouality Circles and th- Qu,1lity of ' -ork ILife
Movem.nt," Armred Forces Controller 28, (W0inter 1983): p. 36.

6 -39-



A P PE ND IX A

"MOTIVATION PRACTICES"

QUESIONNAIRE



",MYIVATION PPACTICES"

Please indicate the five items from the below list which you
believe are the most imnrxrtant of consistently practiced
noneconomic motivational concepts within your service.
Indicate your choice by olacinq #1 for the most Lmportant,
i12 for the second most important, 43.......etc.

1. Job security

2. Respectinq e-ployee as a .ersor,

3. Chance for promotion

4. _ ployee's opowrtunity to solve work-related
nroblems

5. Interestinq work

6. Allowing employee to plan own work

7. Informino erv)loyees about happeninqs within
*.,. oroanization

,. W<eil dosineO ohvsical workino condiitions

____. xlecuate break periods

In. Chance to perform cUality work

11. Not havina to work extra hard

12. Fair leave oolicy

"J. 13. A lot of freedom on the job

* 14. Chance to work without close supervision

15. Close supervision

16. DTnlovee's feeling of accomplishment

0 17. Vnrmlovee pride in finished Proiuct

18. fHavina an efficient supervisor

-41-
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19. Havinq a local employee paper (and/or)
bulletin board

20. F mloyee's aettinq alona with each other on tle
job

21. Havinq emnlovee recreational and social
activities

2?. Pelatina the feelinq that employee's job is
important to the organization

23. Havino emnplovees council

24. Havinq a written Position Description

25. Havina written performance stanlards

26. Givina oerformance ratings
27. Recocniz7in the employee for good work

28. The employee being in agreement with the
ornanizations objectives

29. Opportunity for further development and
improverent

30. FPnloyee knowing that he will he disciplined

for poor performance

31. Pleasant co-workers

32. Allowinn employees to participate in staff
met irs.

S



A PP F ND IX B

"FACTORS WHICH MDTIVATE NE"'

QUESTIONNAIRE



Please indicate the five items from the below list which :,'ou
h- believe are most important in motivatinq you to do your e-.Ft
work. Indicate vour choice by olacina 41 for thp 'mst irort-
tant, 2 'or the second o.st important, #3 ....... etc.

1. Job security

2. Surv-rvisor's respect for me as a person

3. Chance for promotion

______.PTeir- alewed to solve prov'x.s

* I. Interestinq work

-K ____ . -inn allowed to plan own work

7. 4inc nforrd about happenings within the
oroani zation

0'__ P. Well desioned ;)hvsical workinq conditions

0. Adequate break periods

ifl. Chance to perform cruality work

11. Not havinq to work extra hard

12. Fair leave policy

13. A lot of freedom on the job

14. _ Chance to work without close supervision

15. Wbrkinq under close supervision

I6. A feeliny of accomplishment

17. Pride in finished product

l q. ____ vinc an efficient supervisor

). _ avin a local enployee paper (and/or)bulletin t-aord

-44-
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20. Getting alono with others on the 3ob

21. - mlove-r recre-ational and social activitio:;

? 2. Feeling that job is irT'portant to orcanizat-o:i

2 . Having eMp)loyes Council

24. Having a written Position Description

25. Paving m'itten nerformance stanriarrIs

26. Ge-ttino a oct-formance rating

27. ___ eina reoonled bysupervisor for r-oou orl

28. Being in acreement with the organization'.,
ohier.Ctivps

2(). ___Oroortunity for further deve-lornent and
irnorovemer*-nt

310. ____ Towledi that I will be disciplino,'(- for poor
De rforn~vnce

31. 1-7orkino w-,ith T~ieasant co-workers

32. Being able to participate in staff mretincf;
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I"A9LOW'S ANM HFRZBFRG'S THEORIES"
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"A~S TfV. 1T2R 1 2 13 4 5 WT____

Secu r ity- Job Securitv (D) F 1 . Job) Sc~curity
Io ((onto S 2.

Eo/o Advancerrnt (S) 3. - -Ianc(- tcr rromo-

5elf I~rtiiali- r-.ork Itself (S) 4 -. p1oype's ()ppor-
7a1tiOn tun-ity to fgolVe

work relu-ted pro;,

iqf 1"ttua i- TCr tself (S) 5. - - le
z1t iOn

7,itiO.1 to ;fanun xr
TPcoqnition (S) 7. Infr:,,r; m

EACj s ai-out happen-
I inqs- witnir, organ-

in Iica 7ork Cnd - 8.izatian
Tooical~~~e~ ,7 o(,jei(-Siqne- rhv
t ion (D) sical ..,rkinq con-

____ ____ _______ ____ ___ditions

Phvsiolocnical wbrk Condi- 9. NVeouate brea~k
_______ tion (D) orids

Rqo Nrk itself (S) -- 10. Chance to Loerform
___________ ualit' wo rk

Thy5-inlonical T*-rk Con(h -- 11. 4ot havinq to ,.ork
______t tior (P) extLra har,.i

Social Oroanization - -12. Fair leave polic,7
_____________ nol1 icy _ _ _ _ _ _ _ _ _ _ _

kIoRresponsihil- 13. A lot of freedom
__________ itv (5) on the job

TFno T-eqponihil- - - 14. Chance to txr
i t (S)) without close su,,,

v _______________ervas ion
secnrit , Sinrvision (W) __15. 'Close sune-rvision
Slf Actuali- Achievemen~t (S) 10. frlye' eelinai

7,-!', inn of acccriiishment
* ~o ~ ~ rkItslf 5)17. Ewm1oyee ojriae in

_______________~~~ __________fini-,hed product
';Pcuritv Interpersonal 18. Eavinq; an ettic-

4,Polition- ient sun'-rvisor
_______ ______ ship_(D) _ _ _ _ _ _ _ _ _ _ _ _ _

7y )rnani7,'tiOr 19. tIavi rq a locale-
* ~r olicv, (D) plv-: aper (and/

__________ ______________or) 'Autletin hoarco
,nc-ia I Irt rt~rrsonal 20. 1mloyee's aettinq

________s shi 0) _ other -on t-he job

* -47-
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(Continued)

f'V'21V1AT1(J!: PPACVCITici3,
MA~rfq ________________ ~ OF CHOTCI O ADIN>ISi'1'UI , LDNiIIDL

SciaIInterpersonal 21. fc Havngo"pioee
Relation-recrcational anci

__________ ship (D)I social -C~.tivities

((;)io ii 22. iNelatinci the feel-
jog tha~t errployees

jbis iportant to
Tnteesona ~ ~ L2the orqanization

Soc i 123. ;avini In1o~
% elation- Icouncil

S h ir,(D)__________ ___

Se-cU r ity Joh Security U) 24. Havina a w.ritten

2.__osition 1t)es -cript-

formancrj sranciards

ratinrg

Fnif R\tai cri th (5 on (S 2 7?. Reootgnity tor

7 i- n 11- vl0maozaion28.Th

________________and improverient
Securitv Job Scit (U) -- 30. Eviployee knowing

* that he will b e
disciplined for

sor- -r T)-rsn poor perforrrance
Seril Iterersnal31. Plesant co-worKerS

Shir)_() _ _ _ _ _ _ _ _ _ _ _ _

Nl Atiia I- Recoanition (S) -- - - 32. Allowinq ei-rployee-_s

7.atinnto Participte in
* ________________ taff vyr( ti s

(r)) Di sat ff ier



' K.iI'IVATION PPj,% AC1C.L

No. of Choices F24PLOYEES COf;.SIDER
MAIJq J HF ZB1R(; 2 3 4 5 WSN' IrR1,i'P-ANT

Security Job Security (D)I 1. Job Security
fo flcoonition (S) 2. Supervisor's re-

I spect for me as a

person

"7o Advancement (S) 3. Chance for promo-I tion

S,]f Atuali- Work Itself (S) I 4. Beir allowed to

zation _ solve problems

telf At 1!jli- Work Itself (S) 5. InterestiN; '4ork

zat ion .

.(lf Actuali- Achievement (17) 6. Beinq allowed to
7atjor _ I plan own work

r-o Pecoqnition (S) i I 7. Being informed
about - penings

_ __ , awithin the organi-i I Ization
Physiologiical Work Condi- I 8. Well designed pfys-

tion (D) cal working con-I' I idiftions

Phvsiolooical Work Condi- 9. Adequate break
tion (W) - periodis

boo Work Itself (S) 1 10. Chance to perform

_ __ [quality work

Phvsiolroqical Work Condi- Ij 11. Not having to work
tion (D) i extra hard

Social Organization 12. Fair leave policy
V Policy (D) __

Rpsponsihil- 13. A lot of freedom on

ity (q) the job
FoesAonsiil- 1 - 14. Chance to workitv (S) with-out close sup-

_ _-ervision

Seclirity Supervision (D) - 15. Workij tinder close

__ _supervision

Self Actuali Achievement (S) - - 16. A feeling of accom-

zation- I Jlishment
Foe Work Ttself (S) 1 17. Pride in finished

_____________product

Scuritv Interpersnnl. lb. Naving an I[ticient
Relation- supervisor

*ocial Orcanization ].9. Havinq a local em-

Policy (D) ployee pan~r (and/
_ o__i__y__(_) [or) bulletin board
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(Continued)

WrYIVATION4 PRACiS
NO. OF CHOICES IEMPWYEES (X)NSIDER

III'\%Suf 1f~%F~1 2 3 14 15 AIRsT DiOR-rfN'

Social Interpersonal 20. Getting along with
Relation- others on the jot)

________ ship_(D) ________

d.Social Intprn,-ersonal 21. JEnnloyee recre-
Relation- Iational and social

_________ shin (D) Iactivities
Fk1o Recoqnition (S) 22. Feeling that _3ob is

important to organ-
-- - -izat ion

qncial Interpersonal 23. Havinq eoloyees
Relation- council

_______ ______ hip (D)__ _ _ _ _ _ _ _ _ _ _ _

q-curitv Joh Security D) - - - - 24. Having a written
% position clescript-
% ion

% c;cu r itv Sun~erv-ision (D) 25. Havimq written

V performance stand-

S rci I J Suoervision (D) 26. Gettinq a perfor-
___________ _______________ance rating

PnoRecmnition ()27. 13eincj recoonizooi hy
supervisor for gooo

- - ~ W r xok
Social Grqanization 128. B~eing in agreement

Policy (D) with the crganiza-
_________tions objectives

VSelf Actuali- Growth (S) 29. opportunity for
7.at ion further developmient

___________and improvement
q ec-rit-v Job Security (D)) 30. Knowledge that I
* will be disciplined

for poor perform-
________________ance

social Interpersonal 31. Workinq with
Relation- pleasant co-workers

____________ hin _U)_ __________

* Sp-if Actua li- Rt-coqnitinn (S) 32. Being able to par-
za ti nn ticipate in staff

__________ ___________J meetings

(n) fissatisfier
(S) Satisf ier

0%

0Z
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INSTRr CT ION/INFORNIAT ION

Enclosed are ten auestionnaires entitled "N~otivational

Practic-s" and fifty auestionnaires entitled "Factors W,-"iicni

bftivato Me ". It is requested that each chief of an

admTinistrative service he given one Cuestionna-ire r-Litlid

"Mobtivational Practices", and asked to fill it out and return it

in th~p erncoe sp<f-rsser envelore. Also, t:;Qey 1;rotuL.

rraceive five cuestionnaires entitled "Factors U'tic!, i'otivate

;, n(4. five self -aA-(:rprsed envelopes. They should civr onc,

questionnaire to each key civilian employee in their service , 5e

it one, two....... or five, alonq with an envelope, and! r(oquest

that the errrlovee fill in the auestionnaire and return it to re

in the nroviried self -addrlressed envelope as soon as :)ossible. It

is also reauested that the DAS fill out one cmiuestionnaire

entitled "1rotivational Practices", and return it.

For the ourvose of this oroject, a key civilian employee is

on- who is a sur\ervisor, section leader,, secretary, or

technician, with a rininum of four years service at the medical

facilitv, has achieved career status, andl has a statement as to

* Atheir hio-h level of mot ivation entered on their current

A nerformance anoraisal.
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Commandinq Officer
Naval Medical Facility

Dear Sir:

i am in the residency year of the Army-Baylor araduate procram in
Health Administration. As a research project, I have chosen
"Noneconomic Practice for Nonrofessional Key Civilian Employecs
of Naval Medical Facilities", because I feel that the military can
best contain the cost of hosnitalization by hiqher ei.ploytve
motivation. The major portion of most medical facility hudgets
are consute hv salaries.

ph objectives of the project are: (1) Present the most current
theories of motivation offered by leading behavior scientists;
(2) Present the motivational efforts being utilized by naval
health care administrators; (3) Present the motivational factors

0 which key employees feel are most important; and, (4) Present the
correlation of those findings.

In order for the research to be valid and useful, it must cover a
nurmber of naval medical facilities. Therefore, I recuest
nermission to have the enclosed cmiestionnaires completed and
returned to me by members of your comand. I have had
communication with your Director of Administrative Services and
exnlained the project to him. If you qrant permission for the
study, nass the enclosed cuestionnaire, instruction information
and self-addressed envelopes to the DAS.

If vou have any ouestions concerninq the project you may contact
me at the Naval Reqional Medical Center, Great Lakes, Illinois,
$ nfo5, or AMIT)ON 7q2-2027

Thank vou for your time. Your cooperation is oreatly appreciated.

Sincerely,

James L. Ayers
*UITR, MSC, USN

-54-
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PETEN'AEOF SA'L'1F1 ERS AND II ISF IFRS
As Classified by Iier2'berc

SATISFIE16

_____________ %of 9(YVAL C1K)CF-S % of IJ\LCYCF

Reccx'rition--

*>ork Ttself

Responsibility ________________ ___________

DISSATISFIERS

' TY(TF~'1 'j\(1 ~Y~SAI 1 T 1N~ITZA'.r~R BPkX6

% of '1(YAL CHOICES %of '101'AL ( MGCES

t i orr in1rm-

,7ob !3ecLrity

Sunorvis ion

U-)6

Lx-),



A F N DI X G

"lpricEv'An o O T1IVATOPS AS CLASSIFIED 3Y !4A511 -'l

FPAMBIRK



PTFFNAGF~ OF ' MCYTIVA'IrhP

As Classified by Maslow

AI)MINISTRWIlOPS1: I:, TJYDThS
7TP %of 7XIAL CHOICRF9 % of 'I(IAl, CHOICES

nThvsiolooXicaI
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4.). OF Cu1oicv:S )INsJu x:.
________________ 2 3 4{ ~ ~ Tu

.cr i tv Joh Securit,' (D)) 1 2 1 1 1 2 1. Joh Scrc
PcoRocoonition (5) 2. !iossooctin( cr.W)oy-

113 3 4 1 0 toas a xroi
riM wa -ncr 7e-nt F- FS) 3. C* (ance- for ~oi)

1 1 1 0 1Lion
A'i J~ttuali- Work Itself (S) 4 . -'', o1ove'U %

za. t i on tunity to solve

1. f -'V-t]a Ii - Tork Itself (S) ~ n&rcro\rr

Recontion ( 1 1 1

PnconitirI (S*7 Inlor,-iu'r.r- ,j.,oy-

incis .itiii O)r(,jf-
________3 12 0 3 1 i-/ationl

t ion WD) !LiCal ',,OrkI r-: con-
______________ 0 n 0 0 2 o it ior-.-

Phvs oopqca I !,b r k Cond i - I9. Adecuate ber
tion (D) 0 0 o of 0 verioc-

!rio rk itself C)-10. tC iance to .urlori
________3 0,0 5 2 nuality worK-

r)--_r5 ojoo-j.Ct1 tbr Condi- 11. Not hAvinow o
t inn (n) n) o) o o extr~i har;

.- c~.Oranization 12. Fair I' Ltve ;xO).c
nolIicv 0 C 0 1 1

",(7nihin 13. A Lot of fro ecoml
________ it' CS) fl 3 0 1 0 on the ( t
FoRe7-xnsihil- 14. CThance to wr'

i tv CS) w'ithout C-loso U3
________0 0 1 1 3 ervision

qr1r~ unnrvisior CP) 0 n 1 0 a 15, 'Close sir-ervision
7- f Ac~tuali- Ach ieverrnt (S) 16 ito-'~ feeling

73tiol ' 3 5 6of accovilifsnaent
ion !,'krk Itself (S) 17. Erplo\,,( ._ ricie in

_________________________________ 1 2 (1 1 o finis'v ~~ru c
Thcuritv, Tnterrx-rsonal 18. Itaving zin etfic-

NIa in - icot 7v F~r V iso r
.9 ____________shin (D)( 3 2 1 _________________

SIn a q-rciani -at ion 19. 1 a -,, l(; ai loo CO r -
* DuG'' C) 10o'e,( ~ r (ornc/

_____ _________________0 n n 0 o or) oulketin :uaru
S ocia IiI ntprsonal 20. Lirovco'F' aettinic

rjmlat ion- a Iln(; with each
____________ shi CD 1 1 1 0 2 other o h o

T)W - -rit e j ,

0-
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iK). OF CHIOICES JA .I'~'~~h;'l.IL
___________________1 1 2 3 14 15 4 *: I iA r.

Tnternersonal 21. Havino eivployoer
Relation- rocrejtic)nal 1 C-)(

________ ship (ID) 0 0 0 0 0 nryciel activities

"rin TZconj i inn (S) '22. *r' (I

i jnq L 't 1 l: 'e r

,4' 3 1) cxr~n

S~curtv Jb Seurit CD)23. :' virfl(' r:*'rte

IPhation- Icoui iIL

u T'r tv Jo Strerit (D) 24. Jz .vinc 'i.rittn )r

________________________0 0 1 0 0 lorm;.nce st~n(:arcls

00 0 1 0 ra t inci!
,0 rcoonitinn (S) f27. .W(c0orizincj3 rQe

epl&%"e fuCr ueoOU
__________2 H 2 2 6 work

aci Or mn 7,1t ion 28. The c oe~~i.
Policy ()in aurp'erent vw±th

the orualiization
________2 0 0 0 2 objective

Actl I) I ij- Gro' t'i (S) 21?. O'-,).-ortunitv fur
7Z'I 'r- further aoveilu'mnt

_________ 5) t 5 5 3 and _irnrovE-!(nt

,-cur tv J0) t~ciirity (D) 30. Ew:r.ovee kncwinc

t'uat tie will r'

________0 0 0 0 0 Po~or ixc rformncre

Tntnr-rnernnal 31. Piesjw~t c-.r~

___ __ __ __ _ hs l (E1 0 1 0 0 _ _ _ _ _ _ _ _ _ _ _ _

1 'Ctlali- Peconnition (S) 32. Allowiriq eT7 lovees
7,) J nn to ,artici,,;"c in

* ______________ 00 0 0 2 staff re~c

(r) TOi vi Ff inr
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Ur.INI3 TRIVJYDPS' 'XiT'AL R:SPC,2 3f

T. 7 Joh seCUrit7.

2. 21 7esoo)ctino-. employee as a oorsn

3. 4 Chance for ororntion

r) T n-ovpr's onopcrtunitv to solve r'-rte
V r)rohlper-s

-~Tntspre tirir work

C 3 Aliowino Pe-r~lcynn to pll~n own work

7. C~Tnforo-inci 4--iovoes aNo)ut Ia')-xninqFw ~i
orcanl,-ation

2 'lell dej~cin&'1  ysicalwri of(jj,

). 0 Adecrute hrpak periods

1'-' 10 Chance ton oerfnr-. auality mirk

11. n Not havina to kkrk extra hard

1. 2 F7,hir ao olicu

13. 4 A lot of freediom on the joh

A 'h),nrco to wor*z w.ith(Uut CloseC surx_-rvisioi

J~. 1 Close supervision

A~ 10. 2P rlye feelIinco of accompli7,lvent

F.1 vlovee- nride.- in finished Product

p. -1vm:r ~iient SW -rviFso-r

0 I. !avinci -i local eimlovee parxr (and/or)
>uIIetin rlr

20. - tr~~.'~ pcttino al ono with ehothpr
-j

0 -63-
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21. 0 PIavino ertnl)ovee recreational and social
activ itijes

2. 201 Rolatino, thc feelina that e-mT)lovee's -4(-) j -
irnTortant to the organization

23. 1 ~v i m cnTnnovee-s council

24. 0 Havina a written Position Description

I T. 1 a~in)O writtpen performance standards

1 ('. 1 \ino performance ratinos

2-7. 20 n ecoenmizinn the emnloyee for noori wor:

28. 4 The employee being in acireement with tir-e
orciani zations obje-ctiv7es

2nl. 18 OooortUnity for further developurnt an6
improvemient

3fi. n r7mn~ovee knowqino that he will 'r-* isili
for poor oerformance

31. 1 Pleasant co-workers
T T

32. 2 Allowinci epployees to participate in staff
meetinqi.

% %%
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A P P B~I) IX I

"PERCB\'PAGP OF NIOTIVATORS A'S

C[LASS ITFTI BD BY CAS ji"CULiT IU- N



PFTC-ENTAGE OF MOIVA'TOR

As Classified by Maslow

AINMINISTRA'IORS iPJYL
____________ %of TOTYAL CHOICES of IALCOIK

54 4~ (3

3&Pf Actualizt tt 29 30

i" rij.tv 9 1
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~~~JAj~OF SAIEESAND DISS;AT Isn ;:
AsClassified by Herz!e.rq

SAT 18FIETRS

kII8-ITPATOI'!. i U 7 i&'~U
%of 'IXIAL CHOICES % of i-VJiAL CIQIIC55 ;

Vor'< Tt ,elf 13 ____________

frm~~~~t-h ~~10 _ _ _ _ _ _ _ _ _ _ _ _

A'1vancorxent 2

Acive~t13 14:

DISSATISFIFPS

T~fT~1? )T~SAJWI NIST-PAIOMkS
________________ of 7IOPAL, CIKDICVS of 2 ,Ii., CiiICL3

Tnterx~rsonal, Rpe1-
t i Ons i - 7 _______ _____

Jonh Security 4 10

01 o~Conclitioncz 1_________________ 2

flrC7~fl7,-It:1.Ofl Policv 3
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1 .X7)IVA'I'Iu:; IN|.Ac['ICi ;

No. of Choices FILCYEES - NSIDLR
M'AN~rl.I HFRZERPTP 1 2 3 DST I3 1 4{!AN5

Security Job Security (D) 45 9 4 5 1. Job Lecurity
qPo Reconnition (S) 2. Supervisor'z re-

spect for me as a
113 10 5 6 8 person

7o Advancement (S) 3. Chance for r)ro;.o-
4 19 11 7 7 tion

.qp1 ',ctuali- Work Itself (S) 4. Being allowe d to
zation 1 3 12 2 3 solve problems

S " Actiiali- Work Itself (S) 5. Interesting .ork
zation 18 113 8 9_ __P8I

,<elf Actuali- Achievement (S) 6. Beinq allowed to
zation 0 5 6 5 4 plan own work

100 Reconnition (S) 7. Being informed
about hapnenings
within the organi-

1 5 6 10 ii1 zation
h-siolonical Work Condi- 8. Well uesi-nci phys-

tion (D) ical working con-
0 1 0 3 2 ditions

Physiolonical Work Condi- 9. AdecTuate break
tion (1) 2 ? 0 0 0 ner io(> s

Foo ',brk Itself (S) 10. Chance to perform
5 Il5 16 4 2 quality work

Physioloaical Work Condi- 11. Not havirg to work
tion (D) 0 0 2 0 0 extra hard

Social Organization 12. Fair leave policy
Policy (D) 0 0 1 0 0

Eoo Resonsihil- 13. A lot of freedom on
_ tv (;) 1 5 1 2 3 the job

Eqo Responsibil- 14. Chance to work
itv (S) with-out close sup-

4 9 6 11 5 ervision
S'curitF Surnrvision (D) 15. Working under close

0 0 0 0 0 supervision
qelf Ttuaii Achievement (S) 1f. A feeling of -ccom-

zation 17 18 27 12 12 lishment
mro Work Itself (S) 17. Pride in finished

10 I1 9 18 7 product
*Sfcuritv Interpersonal 18. Having an efficient

Relation- supervisor
ship (D) 4 4 3 6 3

Soc ial Orqanization 19. Hlaving a local ern-
Policy (D) ploy .? pa;)er (,nd/

0 0 0 0 0 or) bulletin board
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(Cont inue")

________________ 1 2 '3 4 1 )' . J'A I-T .',

soc4al Intemprsonal 20. 6ettirq -donc .1t
I elat io-n- otriers ( J .'

_____ shiro(D) 0 1 2 4 8

Rlation- ~i~~i 'l~
_________ sin(R 0( 0 0 2 activiti-e

7 T nt o r o r )n 23. >avii: c:
I Relation- counci I

tvoI- Sr-cur-itv (>) t -24. !.av P(; ritten

___t.oi. c.,icw .,scripL-

25.T7vi7r -r itten
r~ercrrince tanri-

1___________ 0 0 C I 0 arec-i
1 ~ 7 I Rtv2)rv si(on (F) 6.Gttac ,rtor-

10 0 01 1 0 1 ance ratinq
Peco~njtion ()27. 1;eiflr rk4!cynizrn Fv

sqrnerviso r for acAv
_ _ _ __ _ _ _ _7 4 9 7 17_ work

(orqan i7at ion 2 b. in,, it- ci reuent
Policy, (D) witn the orjaniza-

____ ____________________ 1 2 1 3 4tiong, on)jectives

i 'lf N-I-uali- Growth (S) 29. (bportunity for
% 7,-, nnftirthor cecvelop--ent

_________ _____________ 4 5 113 9 10 and irnproverrent
U Cur, h, h Security (D) 30. Knov;1emc? that I

S will ne (;i.-Ai-)lirec;
for tioor :)eriorm-

__________ _____________ 0 1 0 0 1 ance
r'mc(7j,)l Tnt-nr t-.rFnona-l 31. k\ort-1un %vitil

!~e Ia ion- Deasant co-. orkers

* qfPt'l- ernto.u 32. IBeinq ahle to par-

___ ___ __ ___ ___ ___ __ 1 0 0 0 1 rK ei~

e0 Or'. ,'
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F7 1I rDYES' " AL RFSPONSE

1. 69 Job security

2. 42 Supervisor's respect for me as a person

3. 48 Chance for promotion

4. 21 t-inq allowed to solve problems

5. 56 Interesting work

6. 20 Beirn allowed to plan own work

7. 33 Reinq informed about happenings within the
oroanization

8. 6f 7ell de.iqned physical working conditions

Q. 4 Adequate break periods

10. 381 Chance to verform cniality o rk

i. 2 Not having to work extra hard

12. 1 Fair leave policy

13. 12 A lot of freedom on the job

V. 39 Chance to work without close supervision

15. 0 Wbrkinq under close supervision

16. P6 A feeling of accomplishment

17. 55 Pride in finished nroduct

1P. 20 Hlavina an efficient supervisor

19. 0 IHavinq a local enployee paper (ard/or)

bulletin board

* 20. 15 G(ttin alonq with others on the job

21. 2 FbTloyep recreational and social activities
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22. 56 Feeling that job is important to orqanization

23. 2 Havina employees council

24. 4 Having a written Position Description

2 . 0 Having written performance standards

29. 1 Gettinq a performance rating

27. 44 Beinq recoanized by supervisor for good work

2P. 1] Beinq in aqreement with the organization's
objectives

29. 41 Opportunity for further develo-ment and
improvement

30. 2 Knowledqe that I will he disciplined for poor
performance

31. 17 Workirg with pleasant co-workers

32. 2 Being able to participate in staff meetings

:0

,N'

0.2
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APPENDIX 0

SIMPLE PCGRFSSION DATA AND ANOVA TABLE FOR FACTOIS

nUSEN NMNBER 2

4
4F
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THE CORRELATION COEFFICIENTS ARE:

1 0.3706115926
().'3706115.-26 1

PLOT OF THE DEPENDENT AGA INST THE INDEPENDEIT ;

20,
- a

4

151

S0

0I 0

1 0

0-

I I C

uc, '0 I I I III!

0 2 4 6 ,
. 4.J

REGRESSION COEFFICIENTS. IN THE ORDER OF A, :1j, B2, E - ETC

-4.438372093 1.0¢8255814
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4 .H ULTIPLE CORRELATION COEFFICIENT SI UARED 0. 137352.0526

] .=R ESIDUAL VA RIATION IS 26.37453488

TOTAL VARIANCE OF Y 2"9.58770161

TEST DF COEFFICIENT 1 T-VALUE 15 3.227816461
TEST OF COEFFICIENT " T-VALUE I .8512

%, PLOT OF THE REGRESSION E[ UATI0N(fI) AND THE ACTUAL ( ,)

. % b, AGA INST ,HE I NDEPENDENT:

* 20!

- " I

.J.

.4. *0

.4 ,

*' * CIII

-._4 I
J" .,l#

A
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APPENDIX P

SIMPLE REGRESSION DATA AND ANOVA TABLE FOR FACIORS

CIK)SEN NUMBER 3

A



THE CORRELATION COEFFZCIENTS ARES

I 0.3511411552
(.- 11411532 1

5PLOT OF THE lEPENDENT AGAINST THE INDEPENDENT:

"30!

201

20

0I 0 C

00

1 000C0

I 0 0

40 c0

00 0 1 ! I 1
0 2 4 6 8 10

REGRESSION COEFFICIENTS. IN THE OR DER OF A, N1, B2l, B:3, ETC

3.405844156 1.111471861



S

MULTIPLE CORRELATION COEFFICIENT SQUARED 0.123300110

RESI'UAL VARIATION IS 33.81779499

TOTAL VARIANCE OF Y 37.3296371

TEST OF COEFFICIENT I T-VALUE IS 2.850728611
TErT OP COEFF I CIENT 2 T-VALUE x$2 507

S

PLOT OF THE REC"ESSION ELMUATION(o) AND THE ACTUAL(*)
AGAIIJST THE INDEPENDENT%

301

201

I o

12, 4 6
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A 0 'A
A A 0 0 A

A A

0A A I IIIII
0 2 4 6 8 1 0
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APPENDIX Q

0

SIMPLE REGRESSION DATA AND ANOVA TABLE mR FAC2OI~

C! ~OSEN NUMP~ER 4

'N

4.

U.

a.
'U,

0

S
U.

-aa-,
1*

'a

V.

5,

a?

0

~ ~~V4 U~ 55

'S



THE CORRELATION COEFFICIENTS ARE-

1 0. 5811158 133
0.1591115812-2 1

PLOT OF THE rEPENDENT AGAINST THE INDEPENENT:

0

S151 0

101
cl

00

51 0

0 12 34

*REGRESSION COEFFICIENTS. IN THE ORD'ER OF A, B1j, r-:2 S-(,

2.6cQ8I1?2o8 1.740566$038

i'X A



4

MULTIPLE CORRELATION COEFFICIENT 51UARE, 0.327695584

FRESIDUAL VARIATION Is 15.74559748

TOTAL VARIANCE OF y 23.00705645

TEST OF COEFFICIENT 1 T-VALUE IS 3.130750984
TEST OF COEFFICIENT 2 T-VALUE Is 3.911060166

PLOT OF THE REGRESSION EOUATION(o) AND THE ACTUAL(*)
AGAINST THE INDEPENDENT:

151

*O

2 0

0
*

0I* I I I I I I I I
1 2 ?4 5
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A PP EN D IX R

SIMPLE REGRESSION DATA AND ANOVA TABLE FOR FACIORS

GK)SIN UMER 5

0

0i0S 111 'X5~s !%



THE CORRELATION COEFFICIENTS ARE:

1 0.5530526932
0.5530)526932 1

PLOT OF' THE DIEPEND~ENT AGAINST THE INDEPENDENT:

20 1

101 0

C' 0
cI 0

0

0 0

N
5
*. ESI-I COFIINS 0NTEODRO ,VRP4 T

I .' I II



MULTIPLE CORRELATION COEFFICIENT SOUARED -, 08672815

PESIDUAL VARIATION IS 15.43714549

TOTAL VARIANCE OF Y 21.52318548

TEST OF COEFFICIENT 1 T-VALUE IS 3.344203465
7EST OF COEFFICIENT 2 T-VALUE IS 3.63584935E:

PLOT OF THE REGRESSION ElUATION(C,) AND THE ACTUAL(.)

AGAINST THE IND)EPENDENT:

201
1
1
1

1

I0

I-

101 a

a 0

-. I o

51
S0 a

0 •

2 6

0'* I •*IIIIIII-93-
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A PP EN D IX IS

STMPLE REGRE SS ION DATA AND ANOVA TABLE FOR T[OTAL RESPONSE

TO0 FACH FACTOR
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THE CORRELATION COEFFIcIENTS ARE:

1 0. 72748 518
= 0.727400508 1

PLOT OF THE DEPENDENT AGAINST THE INDEPENDENT:

1001

751

501 0

1 0
1 0 0D

00

251
0 0

0 0

Ci':'O 0 0 Ii I I I I I IIII

-C 5 1 0 15 20 25

REGRESSION COEFFICIENTS. IN THE ORDER OF A, 31, r2, S3, ETC

E:797224193 2.574937921
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MULTIPLE CORRELATION COEFFICIENT SMUARED 0.5291114991

RESIDUAL VARIATZON 1s 277.2351144

TOTAL VARIANCE OF Y 5A-9.7570565

TEST OF COEFFICIENT 1 T-VALUE IS 2.28003756
TEST OF COEFFICIENT 2 T-VALUE IS 5.805975313

PLOT OF THE REGRESSION EMUATION() AND THE ACTUAL(*)

0 AGAINST THE INDEPENDENT:

100 1

* ~I

751
I o

cl

I * 0 *

1 *

0 0
00

25 * 00

1*0 0 *

* 0

0* * l.I I I I I I I I

0 5 10 15 20 25
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"PERCENTAGE OF TOT1AL~ RESPONSE FOR EACH FACTOR"'

ADMINISTRATOCRS



P'N(TrFAGP OF flTVA, RFSPNS Mk) EACH
FACITOR, ADMIN1STR'mM-1;

1. 4% Job security

2. .12% Rospecting employee as a person

3. 2% (lhance for prom'otion

4. 3% ; nploypees opportunity to solve work-relat(-i
problems

5. 2% Jnterestina work

6. 2% Allowinq enployee to plan own work

7. 5* inforninci employees about hanneninas within
orqanization

8. 1% Well desianed Physical workinoi conditions

9. 0% Adecruate break periods

In. 69% Chance to nerform9 quality work

11. 0% Not having to work extra hard

12. 1P Fair leave rxOIicy

13. 2% A lot of freedomn on the job

14. 3% Chance to work without close supervision

15. * Close supervision

-ir. 11% Fniployen's feelimo of acccmplishment

*17. 2% Erployee Pride in finished product

18. 3% Havina an efficient SUrervisor

19. 0% Having a local errployee paper (and/or)
bulletin hoard

20. 3% Emploype's qettinn alonq with each other on the
job

-100-
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-101-

21. 0% Havinq employee recreational and social
activities

22. 11% Relatina the fpelinq that employee's job is
inmportant to the organization

23. 0 Havinn emolovees council

24. 0% Having a written Position Description

25. * Iavirq written performance stanxards

2. * Giving performance ratings

27. 11% PRccxnizinn the employee for oood work

28. 2% The errplovee being in aqreement with the
orcianizations objectives

29. 10% Opportunity for further development and
improvement

30. n% TFFloyee knowing that he will he disciplinei
for poor performance

31. * Pleasant co-workers

32. 1% Allowing employees to participate in staff
meetinms.

* Less than 1%

6
-p". , , " , "","



I

APPENDIX U

"PEPCENTACE OF TOTAL RESPONSE FOR FACH FACIOR"

FYPLOYEES

-'S -Q%

.5
-5



PFTRC2TrAOP OF "rjAl, RESPONSE FOR EACH

'.4R MWEF-

1. 9% Job security

2. 6% Suoervisor's respect for me as a person

3. 7% Chance for promotion

4. 3% Beinq allowed to solve oroblems

8% Interesting work

f;. 3% T'4-eino allowed to plan owrn work

7. 4% Reinq informed about happenings within the
orcianization

* 9. * Well desiqned physical workinq conditions

9. * Adequate break periods

If. 5 Chance to perforrr, ciuality work

Ii. * Not havinq to work extra hard

12. * Pair leave policy

13. 2% A lot of freedom on the job

14. 5% Chance to work without close supervision

15. 0% Working under close supervision

.1-6. 12,4 A feelinq of accomplishment

*17. 7% Pride in finished product

19. 3% Havinq an efficient supervisor

19. 0% Havinq a local employee paper (and/or)
bulletin board

20. 2% CGettinq along with others on the job

21. * Forployee recreational and social activities

* -103-
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22. 8% Feeling that job is intportant to organization

2?. Having employees council

24. * Having a written Position Description

2 S. 0% Havino written performance standards

2A. G etting a performance rating

27. 65k Bpinq reconnized by supervisor for good wourk

28. 1% Being in aqreemrnt with the organization's

objepctives

2(). 6% Onportunity for further develoau-ent and
improvement

0 30. * Knowledge that I will be disciplined for poor
nerfornance

31. 2% Wo)rkinq with pleasant co-workers

32. * Being alble to participate in staff meetings

*Less than 1%

4'Q
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